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Abstract: Crafted to effectively manage and optimize human 
capital in organizations, HRM practices bolster organizational 
objectives and improve entity prosperity and sustainability. These 
practices combine strategic foresight, supportive leadership, and 
innovative solutions to create a harmonious and thriving work 
environment. The foundational premise for this research is the 
cognition that HRM practices’ perceptions by “human” 
constituents o f an organization may differ greatly. The conducted 
study chose to focus solely on employees’ interpretations o f HRM 
practices (omitting the managerial perspective), simultaneously 
discussing HRM practices in bundles (transcending the 
limitations o f the “isolated practice-centric ” literature 
approach). The research aims to advance HRM theory in the 
previously mentioned field by integrating current knowledge, as 
there are very few recent studies doing so. The paper provides a 
critical, qualitative, and comparative review o f the HRM 
practices research literature by analyzing thirty-three peer- 
reviewed studies published in a dozen internationaljournals from 
2019 to 2024. To gain credible holistic literature synthesis, the 
journal list primarily consisted o f reputable, highly ranked
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journals known for their influential research history and 
substantial impact on HRM knowledge. The main research 
finding is a comprehension that HRM practices are not merely 
administrative routines but transformative tools that can alter 
employee behavior whilst elevating organizational performance 
and effectiveness in tandem.

Key words: HRM theory, perceived HRM practices, employee 
perception, systematic literature review.

INTRODUCTORY CONSIDERATIONS
HRM involves a diverse array of activities aimed at attracting, selecting, 
developing, motivating, utilizing, and keeping personnel. If conducted in 
an organizational environment these activities are recognized as HRM 
practices (Jiang, Lepak, Hu & Baer, 2012; Bello-Pintado, 2015). Common 
assumptions in studies on HRM practices according to Wang, Kim, Rafferty 
& Sanders (2019), as well as Beijer, Peccei, van Veldhoven & Paauwe 
(2021), include but are not limited to the subsequent points. Firstly, HRM 
practices are not a monolithic concept. They can be observed from 
different perspectives -  both managerial and employee. Secondly, they 
may serve as a communication channel between employer and employee, 
delivering unidirectional explicit messages to the workforce (whether 
intentional or unintentional). The opinions employees later develop about 
HRM practices reflect the messages they have gotten from their employer, 
either through observing or personally experiencing those practices. 
Precisely, the perceptions, whether on an individual or group scale, 
demonstrate how employees interpreted the intentions and priorities 
communicated by the HRM strategies of the organization. Thirdly, 
employers and employees may have different perspectives on the types of 
HRM practices and the motivation behind their implementation. The body 
of research on employees' perceptions of HRM practices (Wang et al., 
2019; Beijer et al., 2021) openly acknowledges this disparity, highlighting 
how employees' subjective interpretations of HRM policies may impact 
workplace results greatly. In fact, employees' experiences and 
perspectives have a critical role in shaping personnel's reactions to HRM 
strategies, stressing the importance of ensuring the alignment of 
managerial intent with employee perception by HR managers in order to 
realize satisfactory organizational results. This potential for divergence in
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staff members' perceptions of HRM practices highlights the complex 
interactions within organizational settings. The differences may stem 
from the detailed customization of HRM practices made for various 
employee demographics (strategies tailored for different employee 
groups), resulting in increasing misunderstandings among employees. 
Employees might see specific HRM practices as irrelevant to their jobs, 
thereby overlooking possible advantages or disadvantages of these 
organizational tools. Even within the same work groups, different 
interpretations may arise concerning the availability and reasoning 
behind HRM practices that are put into effect. In general, these disparities 
can be attributed to individual differences that arise from various factors 
such as personalities, past work experiences, or the social dynamics 
present in the workplace (Wang et al., 2019; Beijer et al., 2021). From an 
academic perspective, the differences in how HRM practices are perceived 
among individuals within organizations are not simply a statistical 
variance to be reduced, but a significant occurrence that illuminates the 
impact of HRM activities on organizational outcomes. That is why this 
question warrants careful and profound study.

The conducted research aims to, by critical stigmatization of extant 
literature, integrate current findings and confirm once again that 
employee perceptions of HRM practices are complex and multifaceted. 
The study will consider not only the details of the HRM practices 
themselves but also the nature of their implementation and the perceived 
intention behind them, as seen in various relevant studies. The research 
focus will be on understanding how employees perceive HRM practices, 
aiming to lighten the impact of these activities on employee behavior and 
attitudes. In addition, the investigated papers will focus only on HRM 
practices that are observed in bundles, transcending the limitations of the 
“isolated practice-centric” literature approach. Finally, the conducted 
study will try to prove the main research premise that HRM practices are 
not merely administrative routines but transformative tools that can alter 
employee behavior whilst elevating organizational performance and 
effectiveness in tandem.
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BRIEF THEORETICAL INSIGHT INTO THE PHENOMENON OF PERCEIVED 
HRM PRACTICES
The conceptual framework of perceived HRM practices hinges on their 
subjective embodiment -  the way they are experienced and interpreted by 
an average employee within an organization. For HRM strategies to exert 
a meaningful influence on employee outcomes, they must be cognitively 
internalized by employees, as cognition forms the bedrock upon which 
attitudes and behaviors are constructed. Each individual HRM practice or 
an integrated set of practices (bundle), serves as a communicative signal 
to employees, conveying distinct messages that reflect organizational 
intents (Bello-Pintado, 2015; Dello Russo, Mascia & Morandi, 2018; Bos- 
Nehles & Veenendaal, 2019). When these messages are interpreted as 
indicative of the employer's goodwill, they tend to provoke positive 
reactions from employees (Maheshwari & Vohra, 2015; Hameed & 
Khwaja, 2023). This rationale is supported by the foundational theories of 
Social Exchange and Psychological Contract. Mentioned theories posit that 
the perceived benevolence inherent in the implementation of HRM 
practices fosters a reciprocal dynamic. Employees, recognizing the 
goodwill embedded in these practices, are naturally inclined to respond 
with positive behaviors, thus creating a virtuous cycle of mutual benefit 
and organizational harmony (Wang et al., 2019; Winarno, Prasetio, 
Luturlean & Wardhani, 2022; Bos-Nehles & Veenendaal, 2019; 
Giancaspro, de Simone & Manuti, 2022). Understanding the background of 
this rationale largely determines the organization's future (for instance, as 
author Choi (2019) states, employees' perceptions of these procedures 
frequently influence their effectiveness and organizational performance). 
This paper will theoretically contribute to a more detailed insight into the 
presented issue.

SCOPE OF THE SYSTEMATIC LITERATURE REVIEW AND INTEGRATED 
METHODS
Key words like human resource (management)/HRM/HR practices, 
employee perceived HRM practices, employee perception on HRM, 
HR/HRM bundles of practices, etc., were utilized in the research of the 
papers that would be included in the literature review. The research 
focused on the most recent studies in this field -  only studies published 
during the previous five years (2019-2024 interval) were taken into
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consideration, as current literature has yet to address them (during this 
time period, there was also an increasing focus on the employee viewpoint 
towards HRM practices in research). Nonetheless, in order to provide a 
solid research basis, the paper's theoretical foundations are also built on 
several sources of slightly older literature.

The literature that was used was extracted from several credible, highly 
rated peer-reviewed journals that have been on the list of the world's most 
famous publishers in this sector of management for years. Publishers 
incorporated include the following: Routledge (Taylor & Francis Group), 
Wiley Online Library (Wiley Periodicals, Inc.), Sage Journals, Emerald 
Insight, Academy of Management, Elsevier, MDPI, Canadian Center of 
Science and Education, etc. These publishers include journals like: 
International Journal of Human Resource Management, Human Resource 
Management, Journal of Management, Human Resource Management 
Journal, Personnel Review, Personnel Psychology, Modern Applied 
Science, Academy of Management Journal, European Management Journal, 
Sustainability, International Journal of Organizational Analysis, 
Leadership & Organization Development Journal, International Journal of 
Productivity and Performance Management, Evidence-based HRM, etc. A 
grand total of thirty-three scientific empirical studies (research papers) 
were chosen, thoroughly analyzed regarding how employees perceive 
HRM practices in different contexts, and minutely presented in the 
research.

From the aspect of research design, a priori, it is crucial to emphasize that 
this research purposefully omits the “managerial” perspective, which 
refers to the papers with the traditional managerial interpretation of HRM 
practices. This exclusion is a purposeful methodological decision, enabling 
the study to focus solely on how employees perceive HRM practices. The 
rationale behind this approach lies in the recognition that employees' 
subjective experiences and perceptions of HRM practices are inherently 
different from managerial viewpoints, and play a key role in forming 
employee attitudes and behaviors (Wang, Rafferty, Sanders & Kim, 2022). 
The study aims to understand employees' diverse and detailed views on 
HRM practices by only considering their perspectives. This 
methodological focus guarantees that the results are firmly based on the 
employees' real-life experiences, leading to a detailed comprehension of 
how HRM practices affect employee outcomes. Consequently, the research
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offers valuable insights that are relevant and can be implemented, aimed 
at refining HRM strategies to better align with the actual experiences and 
needs of employees.

As within the realm of strategic HRM, there exists a growing focus on 
evaluating the combined effectiveness of multiple HRM practices rather 
than individual ones (Combs, Liu, Hall & Ketchen (2006) suggest that a 
comprehensive HRM system has a greater influence on organizational 
outcomes than individual practices alone), the conducted study prioritizes 
papers that capture employee perceptions across a comprehensive array 
of HRM practices, avoiding the constraints of single-practice analyses in a 
study. In particular, this research is centered on studying combined HRM 
practices that are coordinated to improve employee skills, drive 
motivation, and provide opportunities for involvement. This, among 
others, includes recruitment, selection, training, development, 
performance appraisal, compensation, and information-sharing practices 
(the most commonly researched HRM practices in the literature). These 
individual practices, frequently discussed in strategic HRM literature 
provide a detailed insight into how cohesive HRM strategies contribute to 
organizational success.

By summarizing the literature, the idea is that readers may easily draw 
conclusions and identify patterns in HRM practices research (whether 
they were observed as predictors/dependent variables, in the context of 
which mediators/moderators were most often studied, and what was the 
prevailing research context they were observed into). Ultimately, research 
will provide suggestions for additional academic investigation, wishing to 
enhance this research niche's theoretical and practical underpinnings.

MAIN FINDINGS OF THE REVIEW
The main findings of the review of empirical studies on employees' 
perceived HRM practices (2019-2024 period) are shown in Table 1 which 
is presented in the Appendix section.

CONCLUDING CONSIDERATIONS
In the domain of HRM perception research, a key focus is on the subtle 
variations in how HRM practices are perceived by “human” constituents
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of an organization. This divergence highlights a fundamental aspect of 
organizational dynamics, where empirical investigations consistently 
reveal disparities in how HRM strategies are understood across different 
hierarchy levels. Studies indicate that employees often have differing 
interpretations of HRM practices compared to their managers, resulting in 
varying levels of alignment between their perspectives. The extent of this 
difference in perception can significantly fluctuate, affected by elements 
like the effectiveness of managerial communication and the likeness in 
social and administrative rank between managers and employees. These 
beliefs have important consequences for employees' outcomes in different 
areas. Observed studies demonstrate that the way employees perceive 
HRM practices has a direct influence on critical organizational metrics 
including: commitment levels, job satisfaction, employee engagement, 
informal workplace learning and creativity, intent to leave, retirement 
intentions, performance outcomes, behaviors that support the 
organization, etc. Additionally, it is observed that the relationship between 
perceived HRM practices and these outcomes can be intensified by 
multifaceted factors (moderators), ranging from the personal traits of 
employees to broader organizational features and the perceived backing 
from the organization itself (e.g. self-efficacy, employee age, employee 
health, career stage, innovative climate, procedural justice, supervisory 
role, etc.). The aforementioned relationships are also proven to be 
mediated by various organizational “determinants”, such as: work 
engagement, job satisfaction, organizational commitment, perceived 
person-organization fit, trust in management, perceived organizational 
support, organizational attractiveness, etc.). All these noted relations 
corroborate the main research hypothesis which claimed that HRM 
practices are not merely administrative routines but transformative tools 
that can alter employee behavior whilst elevating organizational 
performance and effectiveness in tandem.

Despite promptness in presenting and advancements in understanding 
these relationships, the field (HRM literature) still confronts some 
methodological challenges that need to be overcome. Although there is 
significant knowledge of the consequences of perceived HRM practices, 
further in-depth investigation into the organizational factors that shape 
these perceptions would be beneficial in future research. An inquiry into 
this affair would greatly enhance overall comprehension of the formation
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of these perceptions and their implications for organizational dynamics. 
In addition, although this research covered the investigation of a range of 
bundles of HRM practices (including: well-being oriented HRM practices, 
effective HRM practices, job resource HRM practices, employees' 
perceptions of high-performance work practices, human resource 
development practices, etc.), there remains significant potential for future 
studies to delve into additional, novel and innovative configurations of 
bundles of HRM practices.

Not neglecting the valuable insights it provides (the conducted study 
revives the neglected conversation surrounding HRM practices and their 
consequential implications, establishing itself as the bearer of knowledge 
for organizations seeking to shape their future research agendas and 
strategic decisions with informed deliberation), this particular research 
finds its limitation in the relatively modest quantity of reviewed papers it 
contains. This constraint underscores the necessity for future research to 
incorporate a more extensive and diverse spectrum of scholarly analyses,
i.e. a considerably greater volume of research papers. As this line of 
investigation shows potential for improving common comprehension of 
how HRM procedures are understood, interpreted, and utilized by 
employees to improve organizational efficiency and employee welfare, 
further research with enriched methodology is also recommended.
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FRONTOVIISTRAŽIVANJA O PERCEPCIJI 
PRAKSI MUR OD STRANE ZAPOSLENIH

Ivana Jolović

Nevena Jolović

Sažetak: Sačinjene da efikasno upravljaju i optimizuju ljudski 
kapital u organizacijama, prakse MLJR (menadžmenta Ijudskih 
resursa) učvršćuju organizacione ciljeve i poboljšavaju 
prosperitet i održivost entiteta. Imenovane prakse kombinuju 
strateško predviđanje, podržavajuće liderstvo i inovativna 
rešenja zarad stvaranja harmoničnog i progresivnog radnog 
okruženja. Osnovna premisa istraživanja nalazi se u spoznaji da 
se percepcije praksi MLJR od strane „ljudskih” konstituenata 
organizacije mogu znatno razlikovati. Sprovedena studija 
fokusirana je  isključivo na interpretaciji praksi MLJR od strane 
zaposlenih (izostavlja menadžersku perspektivu), dok 
istovremeno diskutuje o praksama MLJR u „snopovima” 
(prevazilazeći ograničenja literaturnog pristupa „ orijentisanog 
na izolovanu, pojedinačnu praksu ”). Istraživanje ima za cilj da 
unapredi teoriju MLJR u prethodno pomenutom domenu 
integracijom aktuelnih znanja, budući da se vrlo mali broj 
skorašnjih studija posvetio tome. Radpruža kritički, kvalitativni i 
komparativni pregled literature o istraživanju praksi MLJR, 
analizirajući trideset tri naučne studije objavljene u desetak 
međunarodnih časopisa u periodu od 2019. do 2024. godine. Da 
bi se obezbedila kredibilna, holistička sinteza literature, lista 
časopisa se primarno sastoji od uglednih, visoko rangiranih 
časopisa poznatih naučnoj javnosti po svojoj uticajnoj istoriji 
istraživanja i značajnom doprinosu znanju o ljudskim resursima. 
Glavni istraživački nalaz je  zaključak da prakse MLJR nisu samo 
administrativne rutine, već transformativna oruđa koja mogu 
preoblikovati ponašanje zaposlenih, istovremeno doprineseći 
organizacionom učinku i efektivnosti.

Ključne reči: teorijaMLJR, percipiraneprakse MLJR, percepcija 
zaposlenih, sistematski pregled literature.
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APPENDIX

Table 1. Review o f  empirical studies on employees' perceived HRM practices 
(2019-2024 period)

E m p iri
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study
refe­
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on o f
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D ependent
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in c e n tiv e s , and 
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P a r tia l le a s t  
sq u a res  

stru ctu ra l 

eq u a tio n  
m o d e lin g  

( P L S - S E M )  

u sin g
S m a r tP L S  3 

so ftw a re

E m p lo y e e s ’ 
p e rc e iv e d  H R M  

p ra c tic e s

O rg a n iz

a tio n a l
c o m m it

m e n t

T u rn o v e r
in te n tio n

K h a n d a  

k a r  &  
P a n g il 
( 2 0 2 1 )

T h e  re la tio n sh ip  
b e tw e e n  H R M  

p ra c tic e s  an d  
in fo rm a l 

w o rk p la c e  

le a rn in g

T h e  p a p e r d e v e lo p s  
a  co n c e p tu a l 

re s e a r c h  fra m e w o rk  

a lo n g  w ith  
p r o p o s it io n s  b y  

in te g ra tin g  

c o m p re h e n s iv e  
e m p ir ic a l l ite ra tu re

L ite ra tu re
re v ie w

H R M  p ra c tic e s  
( s e le c t iv e  h ir in g , 

e x te n s iv e  

tra in in g , 
p e rfo rm a n c e  

a p p ra isa l, 

c o m p e n sa tio n  
p ra c tic e s , 

e m p lo y m e n t 

secu rity , 
p ro m o tio n  

o p p ortu n ity , 
e m p o w e rm en t, 

in fo rm a tio n  

sh a rin g )

A ffe c t i

v e
c o m m it

m e n t

In fo rm a l 
w o rk p la c e  

le a rn in g  

( le a rn in g  w ith  
o th e rs , s e lf -  

e x p e rim e n ta ti 

o n , e x te rn a l 
s c a n n in g )
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a to r

M o d er
a to r

D ependent
v ariab le

K o o ij 

&  B o o n  
( 2 0 1 9 )

A n  a n a ly s is  o f  
h o w  an d  w h en  

e m p lo y e e s ’ 
p e rc e p tio n s  o f  

h ig h -

p e rfo rm a n c e  
w o rk  p ra c tic e s  
(H P W P ) a f fe c t  

e m p lo y e e  
a f fe c t iv e  

c o m m itm e n t

A  th re e -w a v e  

su rv e y  s tu d y  (w ith  
1 y e a r  b e tw e e n  

c o n s e c u tiv e  w a v es) 

co n d u c te d  a m o n g  
4 8 7  D u tc h  
u n iv e rs ity  

e m p lo y e e s

S tru c tu ra l 
eq u a tio n  

m o d e lin g  
( S E M )  u sin g  

M p lu s  7

E m p lo y e e s ’ 
p e rc e p tio n s  o f  

h ig h -p e rfo rm a n c e  
w o rk  p ra c tic e s  

(H P W P )

P e rc e iv
ed

p e rso n - 
o rg a n iz  
a tio n  f i t

C a re e r

sta g e

A ffe c tiv e

c o m m itm e n t

L e e , 
K im , 

L e e  &  
M o o n  
( 2 0 1 9 )

T h e  re la tio n sh ip  
b e tw e e n  

p e rc e iv e d  H R M  
p ra c tic e s  an d

e m p lo y e e s ’

c r e a tiv ity

A  su rv e y  stu d y  
in c lu d e d  a  to ta l o f  

2 8 5  e m p lo y e e s  in  
1 4  K o re a n , 

g o v e rn m e n t-fu n d e d  

re s e a r c h  in s titu te s

H ie ra rc h ic a l 
re g re ss io n  

a n a ly se s  

u s in g  
P R O C E S S  
m a c r o  fo r  

S P S S

E m p lo y e e s ’ 

p e rc e iv e d  H R M  
p ra c tic e s

T ru s t in  

m a n a g e  
m e n t

T y p e  o f  

e m p lo y  
m e n t

E m p lo y e e s ’
creativ ity

L i , F u , 

C h a d w i 
c k  &  

H a rn e y  

( 2 0 2 4 )

T h e  re la tio n sh ip  
b e tw e e n  jo b  

re s o u rc e  H R M  

p ra c tic e s  an d  
c h a lle n g e  

d em a n d  H R M  

p ra c tic e s  w ith  
e m p lo y e e  
w e llb e in g

A  d a ta s e t o f  4 ,8 2 3  
in d iv id u a l 

e m p lo y e e s  fro m  a 
N a tio n a l W o rk p la c e  

S u r v e y  o f  

E m p lo y e e s  
co n d u c te d  in  

Ire la n d

S tru ctu ra l
eq u a tio n

m o d e lin g

( S E M )

J o b  re s o u rc e  
H R M  p ra c tic e s  

(p a rt ic ip a tio n  and 

a u to n o m y ), an d  
c h a lle n g e  

d em a n d  H R M  

p ra c tic e s  
( tra in in g  an d  p a y  
fo r  p e rfo rm a n c e )

C h a lle n
g e

d em an d
(tim e

pressure

and
w o rk lo

ad )

E m p lo y e e  
w e ll-b e in g  

(p s y c h o lo g ic a l 
w e ll-b e in g  -  
c o m m itm e n t, 

p h y s ic a l w e ll­
b e in g  -  

ex h a u stio n  

re v e rse d , 
s o c ia l  w e ll­

b e in g  -  

w o rk p la c e  
re la t io n s )

L i,

R e e s  &  
B r a n in e  
( 2 0 1 9 )

T h e  re la tio n sh ip  

b e tw e e n  
e m p lo y e e s ’ 

p e rc e p tio n s  o f  

H R M  p ra c tic e s  
an d  e m p lo y e e  
c o m m itm e n t 

w ith  tu rn o v e r 
in ten tio n

T h e  d ata  w ere  
o b ta in e d  fro m  2 4  

sm a ll an d  m e d iu m ­

siz ed  e n te rp r ises  
( S M E s )  in  

m a in la n d  C h in a  (a  

sa m p le  o f  2 2 7  
e m p lo y e e s )

M u ltip le
re g re ss io n s

E m p lo y e e s ’ 

p e rc e p tio n s  o f  
H R M  p ra c tic e s

E m p lo y e e  

c o m m itm e n t 
an d  tu rn o v e r 

in te n tio n

L iu , 
C u i &  

N a n y a n  

g w e 
( 2 0 2 3 )

A n  a n a ly s is  o f  

th e  jo in t  e ffe c ts  
o f  lea d ersh ip  

s ty le s  a n d  h R m  

p ra c tic e s  on  
e m p lo y e e  

p e rfo rm a n c e

T h e  d ata  w ere  
c o lle c te d  fro m  1 0 8  

e m p lo y e e s  an d  3 2  
l in e  m a n a g e rs  in  

C h in a  th ro u g h  

stru ctu red  
in te rv ie w s  an d  a 

q u e s tio n n a ire  
su rv e y

F u z z y -s e t  
q u a lita tiv e  

c o m p a ra tiv e  

a n a ly s is  

( f s Q C A )  w as 
a d o p ted  to  

id e n tify  th e  
co n fig u ratio ns 

o f  co n d itio n s  
a s s o c ia te d  

w ith  th e  

o u tc o m e

L e a d e rs h ip  s ty les  
an d  H R M  

p ra c tic e s

E m p lo y e e

p e rfo rm a n c e
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a to r

M o d er
a to r

D ependent
v ariab le

M a lik
&

M a lik

( 2 0 2 3 )

T h e  re la tio n sh ip  
b e tw e e n  sev en  
H R M  p ra c tic e s  

an d  d e s tru c tiv e  
d e v ia n c e

C o n te x t  o f  In d ia n  

o rg a n iz a tio n a l 
cu ltu re  ( 2 6 5  

m id d le - le v e l IT  

w o rk ers  p ro v id ed  
th e  stu d y ’ s d a ta )

C o n firm a to ry
fa c to r

a n a ly s is  an d  

P R O C E S S  
M a c ro s

P e rc e iv e d  H R M  
p ra c tic e s  

(le a d e rsh ip  

d e v e lo p m en t, 
p ro fe s s io n a l 
in v estm en t, 

e g a lita r ia n  
p ra c tic e s , 

d e v e lo p m e n ta l 

a p p ra isa ls , 
fa m ily -fr ie n d ly  

p ra c tic e s , 

e n g a g e m e n t 
p ra c tic e s , 
g en e ro u s  

b e n e f its )

P e rc e iv

ed
o rg a n iz
a tio n a l

su p p o rt
(P O S )

D e s tru c t iv e
d e v ia n c e

M a n u ti,
L o

P resti
&

G ia n c a s

p ro
( 2 0 2 1 )

T h e  re la tio n sh ip  
b e tw e e n  

e m p lo y e e s ’ 
H R M

p e rce p tio n  and 

o rg a n iz a tio n a l 
c itiz e n sh ip  
b e h a v io rs

A  su rv e y  
q u e s tio n n a ire  w as 

c o m p le te d  b y  4 0 7  
e m p lo y e e s  o f  a  

p r iv a te  h e a lth c a re  

o rg a n iz a tio n  
lo c a te d  in  S o u th ern  

Ita ly

E m p lo y e e s ’ 
H R M  p e rce p tio n

W o rk
e n g a g e

m en t,
p e rc e iv

ed

o rg a n iz  
a tio n a l 
su p p o rt 

, and 
lea d er- 

m em b er 

e x c h a n  

g e

O rg a n iz a tio n a l
c itiz e n sh ip
b e h a v io rs

N a ja m , 
Ish a q u e  

Irsh ad , 
S a lik , 

K h a k w  

a n i &  
L ia q u a t 
( 2 0 2 0 )

T h e  lin k a g e  o f  
H R M  p ra c tic e s  
w ith  c u sto m e r  

s a tis fa c tio n

T h e  d a ta  w ere  
c o lle c te d  fro m  

p a ra m e d ic a l s ta f f  
m e m b e rs  an d  

p a tie n ts  ( 2 2 8  o f  

th e m ) w o rk in g  in 
th e  h e a lth c a r e  

se c to r  o f  P a k is ta n

M o d e ra te d  
re g re ss io n  

a n a ly s is  w as 

c a r r ie d  o u t 
v ia  th e  S lo p  

te s t , w h ile  th e  
m e d ia tio n  

a n a ly s is  w as 
co n d u c ted  

u s in g  A M O S  

2 1

H R M  p ra c tic e s

E m p lo y  
e e  jo b  

s a tis fa c  

tio n

P ro c e d
u ra l

ju s t i c e

C u sto m e r
sa tis fa c t io n

O b e id a t
( 2 0 1 9 )

T h e  re la tio n sh ip  
b e tw e e n  

p e rc e iv e d  H R M  
p ra c tic e s  an d  

e m p lo y e e s ’ 
tu rn o v e r 

in ten tio n s

O rg a n iz a tio n s  
o p e ra tin g  in  th e  

H a sh e m ite  

K in g d o m  o f  Jo rd a n  
(s u r v e y  d a ta  w ere  

c o lle c te d  fro m  2 9 7  
em p lo y ed  

in d iv id u a ls)

H ie ra rc h ic a l 

m u ltip le  
re g re ss io n  

a n a ly se s  

u s in g  I B M  
S P S S

s ta tis t ic s  2 3 , 
an d  th e  th re e - 

step

m e d ia tio n
te s t

P e rc e iv e d  H R M  

p ra c tic e s  (h ig h - 
p e rfo rm a n c e  

w o rk  sy ste m )

O rg a n iz

a tio n a l
a ttra c ti

v e n e ss

T u rn o v e r
in te n tio n
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( 2 0 2 0 )

T h e  re la tio n sh ip  
b e tw e e n  

e m p lo y e e s ’ 

p e rc e p tio n s  o f  
H R M  p ra c tic e s  
an d  e m p lo y e e  

tu rn o v e r 
in ten tio n s

A  su rv e y  
q u e s tio n n a ire  w as 

d is tr ib u te d  to  b o th  
w h ite -c o lla r  an d  

k n o w le d g e  w o rk ers  

e n g a g e d  a c r o s s  
v a rio u s

o rg a n iz a tio n s  in  th e  

S e o u l C a p ita l A rea , 
R e p u b lic  o f  K o re a , 
re su ltin g  in  a  fin a l 

s a m p le  o f  3 1 0  fu ll­
t im e  e m p lo y e e s

S tru c tu ra l

eq u a tio n
m o d e lin g

( S E M )

E m p lo y e e s ’ 
p e rc e p tio n s  o f  

H R M  p ra c tic e s  

(c o m p e n s a tio n  
sa tis fa c t io n , 

p e rc e iv e d  jo b  

secu rity , and 
p e rc e iv e d  jo b  

a u to n o m y )

A ffe c t i

v e
c o m m it

m e n t

E m p lo y e e
tu rn o v e r

in te n tio n s

O to o  &  
M is h ra  
( 2 0 1 9 )

T h e  e f fe c ts  o f  
h u m a n  re s o u rc e  

d e v e lo p m e n t 
(H R D ) p ra c tic e s  

o n  e m p lo y e e  

p e rfo rm a n c e

T h e  d a ta  w ere  
c o lle c te d  th ro u g h  a  

q u e s tio n n a ire  

a d m in is tered  to  5 0 0  
e m p lo y e e s  o f  th e  

se le c te d  sm a ll and 

m e d iu m -s c a le  
e n te rp r ise s  in  

G h a n a

S tru ctu ra l 
eq u a tio n  

m o d e lin g  
( S E M )  and 

co n firm a to ry  

fa c to r  
a n a ly s is

H u m a n  re s o u rc e  

d e v e lo p m e n t 
( H R D )  p ra c tic e s  

(c a re e r  

d e v e lo p m en t, 
tra in in g  and 

d e v e lo p m en t, 

p e rfo rm a n c e  
a p p ra isa l, and 
co m p e n s a tio n )

E m p lo y e e  

p e rfo rm a n c e  
(e f f ic ie n c y  o f  

w o rk ,

p la n n in g  o f  
w o rk ,

c r e a tiv ity  an d  

in n o v a tio n , 
an d  m a k in g  

e ffo r ts )

S a lm in e  

n , v o n  
B o n s d o  

r f f  &  
v o n

B o n s d o
r f f

( 2 0 1 9 )

T h e  re la tio n sh ip  
b e tw e e n  

p e rc e iv e d  H R M  

p ra c tic e s  an d  
re tire m e n t 
in ten tio n s

A  c r o s s -s e c t io n a l  
stu d y  w as 

co n d u c te d  a m o n g  
o ld e r  ( 5 0 + )  n u rsin g  

p ro fe s s io n a ls  

w o rk in g  in  a  
u n iv e rs ity  h o sp ita l 
in  F in la n d  du rin g  

2 0 1 6  ( 3 9 6  o f  th em  
fille d  in  

q u e s tio n n a ire s )

M e a n
co m p a ris o n s  

an d  lin e a r  

an d  lo g is t ic  
re g re ss io n  

a n a ly se s  

(E n te r
m e th o d ) w ere  

u se d  to  

a n a ly z e  th e  
d a ta  ( S P S S  

2 2 .0 )

P e rc e iv e d  H R M  

p ra c tic e s

R e s i l ie

n c e

R e tire m e n t 
in te n tio n s  

(in te n tio n s  fo r  
e a r ly

re tire m e n t, 

an d  in te n tio n s  
to  c o n tin u e  

w o rk in g  a fte r  

o ff ic ia l  
re t ire m e n t 

a g e )

S tirp e ,

P r o fili
&

S a m m a

rra
( 2 0 2 2 )

T h e  re la tio n sh ip  
b e tw e e n  

e m p lo y e e  
s a tis fa c t io n  w ith  
H R M  p ra c tic e s  

an d  in -ro le  an d  
e x tra -ro le  

p e rfo rm a n c e

A  f ie ld  stu d y  
co n d u c te d  in  

O c to b e r  2 0 1 7  

su rv e y ed  3 6 4  
e m p lo y e e s  fro m  a 

m a jo r  m u ltin a tio n a l 

co m p a n y  o p era tin g  
in  th e

p h a rm a c e u tic a l 

in d u stry  in  Ita ly

O L S
re g re ss io n s , 

m e d ia tio n  

m o d e ls , and 
u sa g e  o f  th e  
P R O C E S S  

S P S S  M a c ro  
fo r  f ir s t-s ta g e  

m o d era ted  

m e d ia tio n s

E m p lo y e e  
s a tis fa c t io n  w ith  

H R M  p ra c tic e s

E m p lo y
ee

e n g a g e

m e n t

E m p lo y
e e

h e a lth

In -r o le  an d  
e x tra -ro le  

p e rfo rm a n c e
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v ariab le
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a to r

M o d er
a to r

D ependent
v ariab le

S u ry a n a
ra y a n a

( 2 0 2 2 )

T h e  re la tio n sh ip  
b e tw e e n  

p e rc e iv e d  H R M  

p ra c tic e s  an d  
o rg a n iz a tio n a l 
c o m m itm e n t

T h e  N e p a li b a n k in g  

sec to r , e m p lo y e e s  
w o rk in g  in  9  “ A - 

c la s s ”  c o m m e r c ia l 

b a n k s ( 2 6 9  
re sp o n d e n ts  in  

to ta l)

C o n firm a to ry  
fa c to r  

a n a ly s is  
u s in g  S P S S  
A M O S  2 1 , 

an d  a
h ie ra rc h ic a l
re g re ss io n

a n a ly s is

P e rc e iv e d  H R M  
p ra c tic e s  (g o o d  

an d  s a fe  w o rk in g  

c o n d itio n s , 
tra in in g  and 

d e v e lo p m en t, 

eq u a l
e m p lo y m e n t 

o p p o rtu n ities , 

re c ru itm e n t and 
s e le c t io n )

P e rs o n -  
o rg a n iz  

a tio n  f i t

E m p lo y

e e  a g e

O rg a n iz a tio n a l

c o m m itm e n t

v

, v a n  de 

V o o rd e 
&  v a n  

V eld h o  

v en  
( 2 0 2 0 )

A  sy stem atic  

re v iew  o f  
em p lo y ee  

p ercep tion s o f  

H R M  p ractices in 
te rm s o f: h o w  

th ey  are

exam in ed  (a s  an 
antecedent, 

m ediator, or 

o u tco m e), th e  
th eo retica l 

p ersp ectiv es th at 

exp la in  construct, 
and th e ty p e o f  

co n cep tualization  

s th at h a v e b een  
used in  the 

S H R M  research

In  to ta l, 4 5  
e m p ir ic a l s tu d ies  

w e re  in c lu d e d  in  
th e  re v ie w

S y s te m a tic
lite ra tu re

re v ie w

V u o n g

( 2 0 2 2 )

T h e  re la tio n sh ip  
b e tw e e n  

p e rc e iv e d  H R M  
p ra c tic e s  an d  

se rv ic e -o r ie n te d  
o rg a n iz a tio n a l 

c itiz e n sh ip  

b e h a v io rs

T h e  d a ta  c o n s is ts  o f  
th e  p e rc e p tio n s  o f  

4 5 7  fro n t- lin e  
e m p lo y e e s  w h o  

w o rk ed  (a t  le a s t 
o n e  y e a r )  a t 
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